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Introduction
Today's business environment is characterized by fast, dramatic, and unexpected changes. Therefore, managers not only have to be high performers in the traditional sense, but also fast and adaptive learners (Karaevli & Hall, 2006) . Several new competencies are needed to cope in this new environment because business managers work under different circumstances and environments. Prior research indicates that an individual's adaptability and learning commitments enable business managers to manage and overcome many unexpected difficulties in a business environment. Perpetual changes in the workplace and daily business activities bring a need for using organizational knowledge sharing practices and an increase in demand for continuance learning. Since a manager's typical work requires adaptive responses to new environmental conditions, it has been asserted that only knowledge sharing and continuous learning behavior can lead to effective responses. A review of knowledge sharing literature reveals two knowledge sharing implications: individual learning commitments and individual adaptability. These are expected to improve individual competencies and then lead to individual job satisfaction. Individuals' competencies usually provide capital gains for both individuals and organizations. Because individuals have heterogeneous amounts of knowledge, skills, and capabilities that vary across organizations, it is important they are guided and coordinated effectively to improve organizational performance.
Three approaches are used to enhance employees' knowledge sharing within organizations:
• a technology-based approach in which the technology is considered the facilitator of knowledge sharing practices within an organization; • an incentive-based approach in which the monetary and non-monetary rewards promote knowledge sharing practices;
• and an organizational-based approach in which structure, processes, and management style simplify the application of knowledge sharing practices (Hsu, 2006) .
Although the first and the second approach have received scrutinized testing, the implications of the third approach have been largely untested. This study investigates the third approach from the Jordanian manufacturing managers' perspectives. Although knowledge sharing has been considered an important goal in almost all types of organizations, it is still represents a concern for many employees. Usually, organizations mitigate these concerns by offering various incentives and rewards. In fact, effective organizational knowledge sharing practices prepare employees to share and accept new ideas and learn new ways of thinking, which leverages their knowledge and capabilities.
Nurturing a learning culture within organizational boundaries encourages employees to continually learn from each other (Becerra-Fernandez, Gonzalez, & Sabherwal, 2004) . Also, employees will adapt their information needs according to new changes in the business environment. Employees' commitment to learning and willingness to learn new knowledge and skills not only improve an organization's competitive advantage but also foster ongoing success (Tsai, Yen, Huang, & Huang, 2007) . Organizations seeking performance gains should consider dedicating a significant amount of effort toward fostering employees' learning and sharing behaviors. In spite of the growing interest in organizational knowledge sharing practices, its challenges, antecedents, and performance implications, there is still a dearth of empirical studies that investigate organiza-tional knowledge sharing practices implications such as individuals learning commitments, individuals' adaptability, and individuals' job satisfaction. Therefore, it appears that investigating this issue in more detail is worthwhile. Thus, this research investigates the relationships between three important and yet neglected organizational knowledge sharing practices implications: employees' learning commitments, employees' adaptability, and employees' job satisfaction.
Motivations of This Study
This study is motivated by the recommendations that have appeared in knowledge sharing literature (e.g., Becerra-Fernandez et al., 2004; Tsai et al., 2007) . According to Becerra-Fernandez et al. (2004) , knowledge management impacts organizations on four levels: processes, products, people, and performance. However, how organizational knowledge sharing impacts people -employees' learning commitments, employees' adaptability, and overall employees' job satisfaction -is still vague and ill-defined. So far, there have been no empirical studies that link knowledge sharing practices with employees learning commitments, employees' adaptability, and employees' job satisfaction. In fact, while knowledge sharing practices have received extensive examination in developed countries; it has received much less attention in developing countries, such as Jordan. Successful knowledge sharing practices in western countries are not necessarily the same as those in developing countries as the cultural issues and religion dogmas are totally different. In addition, this work has never been done in the Jordanian manufacturing context. Furthermore, this study attempts to extend the arguments of Becerra-Fernandez et al. (2004) to show how organizational knowledge sharing practices enhance employees' learning commitments, employees' adaptability, and employees' job satisfaction. Thus, the main assumption of this research is that effective organizational knowledge sharing practices leverage employees' learning commitments, employees' adaptability, and improve overall employees' job satisfaction. We believe these provide a base and justification for examining empirically the relationship between organizational knowledge sharing practices, employees' learning commitments, employees' adaptability, and employees' job satisfaction. This analysis may help managers to fully understand the significance of organizational knowledge sharing practices in facilitating employees' learning commitments and employees' adaptability, and then, increasing employee' job satisfaction.
The Objectives of this Study
The objectives of this study can be expressed by the following research questions:
1. Do Jordanian manufacturing companies utilize organizational knowledge sharing practices?
2. What is the relationship between organizational knowledge sharing practices, employees' learning commitments, employees' adaptability, and employees' job satisfaction?
3. Are there any differences in the evaluation of knowledge sharing practices by Jordanian manufacturing managers that can be attributed to demographic variables such as, age, gender, and level of education?
This paper is organized as follows: Section 1 -Introduction, Section 2 -Literature Review, Section 3 -Design/Methodology, Section 4 -Findings/ Results, and Section 5 -Conclusion and practical Implications.
Literature Review
Here follows a review of the literature that describes the relationship among the constructs of this study. The literature is divided into subsections, as shown below:
Antecedents and Consequences of Knowledge Sharing
In today's business environment, change is constant and multidimensional. New competitors, new potential customers, advanced new technology, and intense global competition alter or completely modify most industries in unexpected manners. To prosper, organizations should use this turbulent environment as an opportunity rather than a threat. Organizations need to adapt quickly to new conditions. Knowledge sharing is considered an important factor related to the ability of both employees and organizations to respond quickly to a changing business environment. Prior studies focus only on knowledge sharing antecedents or consequences (Du, Ai, & Ren, 2007; Hsu, 2008; Hsu, Ju, Yen, & Chang, 2007; Kuo & Young, 2008; Law & Ngai, 2008; Siemsen, Roth, & Balasubramanian, 2008; Yang, 2007 Yang, , 2008 Yang, , 2009 . Knowledge sharing has been cited as a precondition of organization competitiveness (Du et al., 2007; Hsu, 2008; Kearns & Lederer, 2003) . In other words, the assumption here is knowledge sharing can help organizations to outperform direct competitors. Meanwhile, Parker and Kyj (2006) highlight the importance of revealing normally private information through the budgeting process to gain competitive advantage. Although top management believes that information technology enables knowledge sharing practices; the truth is the willingness and attitudes of individuals is the key factor (Yang, 2008) . Michailova and Husted (2003) propose that cultural factors can also lead to significant failure of knowledge sharing and increased individuals' reluctance to share their knowledge in an organizational context. Because sharing is a contextual factor, the design and availability of reward systems becomes crucial (Lee & Ahn, 2006) . Although there is a significant body of research that has investigated knowledge sharing aspects, there is no widely accepted definition for knowledge sharing. For example, Nonaka (1991) and Rowley (2000) broadly define knowledge management as a process through which useful information is identified and collected from different sources (i.e. the process of knowledge acquisition that enables employees to retrieve and processing organizational related knowledge; the process of organizing knowledge that invents and applies knowledge properly; the process of leveraging and circulating knowledge through all organizational levels, and the process of storing and sharing knowledge in organizational databases to build an organizational memory). Others, Bartol and Srivastava (2002) define knowledge sharing as an action in which employees diffuse relevant information to others across the organization. According to Bock & Kim (2002) , knowledge sharing is considered the cornerstone of knowledge management. Also, Inkpen (2000) asserts that: "unless individual knowledge is shared throughout an organization, the knowledge will have a limited impact on organizational effect" (p.124). Lin (2008) describes this in operational terms: "the exchange of knowledge and sharing of experiences among different organizational units." However, collecting, storing, processing, and retrieving knowledge is out the scope of this study.
A review of recent literature shows that knowledge sharing is fragmented around three strains (Chiu, Hsu, & Wang, 2006; Lin, 2008) : Theory -Several theories have been used to explain how and why knowledge sharing should be achieved within organizations (i.e., Resources-Based Theory, Transaction Cost Theory, and Social Capital Theory). Methodology -Multiple methods and tools are used to facilitate knowledge sharing (i.e., System Planning, System Reengineering, and Communication Systems), and Sharing -sharing within and between organizations (i.e., Interdepartment, Inter-organization, Inter-network, and Inter-group). The goal of knowledge sharing in the three strands is to improve organizations competitiveness. Although the first two strands are very important to facilitate knowledge sharing, the final decision on whether to share or not is held by employees and is determined by the kinds of rewards they expect or require. Therefore, reward systems should target individuals and groups alike in a consistent manner. Lee and Ahn (2006) develop a model that links knowledge sharing to two types of reward systems: Individualbased reward systems which are based on individual contribution of valuable knowledge, and group-based reward systems which are based on the whole group contribution in knowledge shar-ing that improves organizational performance. Their results indicate that an individual-based system is more efficient than group-based systems. In the group-based systems, knowledge workers are less likely to share their knowledge. However, Siemsen et al. (2008) utilize a well established motivational framework that includes opportunity and ability to explain employees' knowledge sharing behaviors. Their results suggested that a constraining-factor model acts as a new perspective and can explain employees' knowledge sharing behaviors by demonstrating that motivation does not always improve knowledge sharing but is contingent upon other conditions. Another related study, Kuo & Young (2008) suggested a research model based on "Theory of Reasoned Action" and "Theory of Planned Behavior" that predicts that knowledge sharing intention behavior is a function of attitude, subjective norm, and perceived behavior control. They argued that self-efficacy directly predicts knowledge sharing behavior. Furthermore, Yang (2008) extends this notion further and states that individual attitudes toward learning, sharing, and storing have significant influence on organizational knowledge sharing. His results confirmed that individual attitudes toward learning and sharing impact organizational knowledge sharing. And finally, in a qualitative study in manufacturing companies in Taiwan, Hsu (2006) suggests three organizational practices that enhance employees' tendencies to share their knowledge: continuous company-wide learning initiatives, performance management systems, and information discloser to create a sharing climate.
Despite the fact that knowledge sharing is needed in all types of organizations, many contextual factors prevent nurturing knowledge sharing practices. For example, Lin (2008) suggests that organizational structure characteristics, organizational culture, and organizational interaction have strong motivational power for knowledge sharing. Likewise, Yang (2007) proposes that leadership roles (i.e. facilitator, mentor, and innovator) and collaborative culture are strongly correlated with knowledge sharing. Employees are often inclined to hoard their knowledge even when a collaborative culture is established and informal relationships exist (Michailova and Husted, 2003) . According to Garfield (2006) , there are 10 reasons that explain why people don't share their knowledge: they don't know why they should do it; they don't know how to do it; they don't know what they are supposed to do; they think the recommended way will not work; they think their way is better; they think something else is more important; there is no positive consequence to them for doing it; they think they are doing it; they are rewarded for not doing it, and they are punished for doing it.
Knowledge sharing is not limited to traditional organizational settings but it may exist in virtual organizations and communities. Hsu et al. (2007) show how the trust, self-efficacy, and outcome expectations in communities of practices influence the willingness of employees to share their knowledge. The results indicate that self-efficacy has both direct and indirect effects on knowledge sharing behavior. In addition, the personal outcome expectations have significant influence on knowledge sharing behavior. Their study suggests that economy-based trust and informationbased trust have to be established before developing identification-based trust to ensure an environment marked by overall mutual trust. In fact, there are two ways employees share their knowledge: formal and informal. According to Zahra, Neubaum, and Larrañeta (2007) , exploring the relationship between knowledge sharing and technological capabilities to test the moderating role of family involvement is worthy empirical investigation. Their results show that knowledge sharing practices can occur formally and informally. In addition, while family ties facilitate formal and informal sharing of knowledge within family firms; jealousies, rivalries, and concentration of power restrain sharing behavior. Furthermore, whereas formal and informal knowledge sharing practices strengthen families' firms' technological capabilities, the relationship between informal knowledge sharing and technological capabilities is enhanced when the top managers have family members. However, despite the bulk of literature in the last few years on knowledge management and knowledge sharing; a deep understanding of organizational knowledge sharing practices and its impacts on organizational issues is still needed and much more research should be done. . These theoretical arguments are acceptable to some extent, but they lack empirical evidence. It clarifies the role of knowledge management in a general view, despite the fact that knowledge management has several processes (discovering, capturing, sharing, and application). We can extend and scrutinize these arguments and argue that knowledge sharing practices rather than knowledge management enhance employees' learning commitments, employees' adaptability, and overall employees' job satisfaction.
Knowledge Sharing Practices and Learning Commitments
It has been argued that nurturing a knowledge sharing culture and establishing the right climate for knowledge sharing is a fundamental issue for successful organizational performance that maintains competitive advantage. However, one of the most critical decisions employees usually face is whether or not to share knowledge. This decision is often determined by reflecting on several questions: What to share? And with whom should I share? What are the real benefits for me to share? Do the employees with whom I share going to share their knowledge with me? Does sharing improve my knowledge and skills? Prior research has gone further to determine if there is a significant relationship between knowledge sharing and organizational performance (Du et al., 2007) . Similarly, while Hsu (2008) suggests that knowledge sharing practices are considered the facilitating factor for improving organizational performance through human capital, Law and Ngai (2008) acknowledge that even though knowledge sharing may affect organizational performance, it is also important to examine the relationships between knowledge sharing and learning behaviors, business process improvements, and product and service offerings to fully understand the factors that effect organizational performance. Their results revealed that knowledge sharing and learning behaviors are positively related to business process improvement and product and service offerings. In addition, business process improvement and product and service offerings are associated with organizational performance.
This result indicates that knowledge sharing may indirectly influence knowledge sharing through other intervening variables such as, human capital, learning commitments, and adaptability. Therefore, we argue that knowledge sharing practices play a significant role in improving employees' learning abilities, employees' adaptability, and employees' job satisfaction. The interplay between these constructs should be understood as a continuous process rather than dichotomous constructs. This indicates that employees in organizations possibly get various levels of knowledge sharing that creates multiple levels of adaptability and job satisfaction. So far, prior studies fail to make a clear distinction as to whether learning improves adaptability or adaptability facilitates learning. We argue that there is a mutual relationship between individual learning behavior and adaptability. Thus, a high level of knowledge sharing may lead to a high level of learning commitments, which in turn leverages employees' job satisfaction. However, these arguments deserve further empirical proof and theoretical advancement. Building on the above arguments; we believe that if employees have access to the latest knowledge, information, and skills, their learning behaviors are enriched and enhanced effectively. In a rigid qualitative and quantitative data analysis of motivations for employees' learning commitment in the postdownsizing era, Tsai et al.(2007) revealed that ''family relationships'' and ''interpersonal relationships'' are the most important factors that influenced employees' learning commitment in the job satisfaction construct. Thus, when more attention is paid to employees' interpersonal relationships with colleagues and family relationships, they will gain more knowledge and learn many new skills. These interpersonal relationships with family and colleagues are part of knowledge sharing activity that is also called "socialization. " Paulsson, Ivergard, and Hunt (2005) argued that when workers control their learning process the competence development is easily provoked. Work tasks are therefore executed smoothly and free of stress. However, the individual learning process is most likely voluntarily rather compulsory. Thus, the biggest challenge is fostering willingness to learn new knowledge and skills within all organizational levels to enhance competitiveness and innovativeness. In the marketing context, group innovativeness increases dramatically when the group members are encouraged to learn and develop, and are able to influence group decisions (Hurley & Hult, 1998) . They argued that learning is antecedent to innovativeness. Therefore, encouraging employees' to learn new knowledge and skills would increase their learning commitments and adaptability.
Knowledge Sharing Practices and Adaptability
Various concepts, abstracts, and models are used in the literature to describe the construct of adaptability, such as role flexibility (Murphy & Jackson, 1999) , adaptive performance (Hesketh & Neal, 1999; Pulakos, Arad, Donovan, M., Plamondon, 2000) , adaptive workforce (Pulakos, Dorsey, White, 2006) , adaptive capacity (Moyers & Coleman, 2004) , and agility (Sherehiy, Karawowski, & Layer, 2007) . While Hartline & Ferrell (1996) define employees' adaptability as "the ability of contact employees to adjust their behaviour to interpersonal demands of the service counter" (p: 55), Ployhart and Bliese (2006) state that an individual's adaptability represents "an individual ability, skills, disposition, willingness, and/or innovation, to change or to fit different tasks, social, and environmental features" (p. 13). According to Savickas (2005) , adaptability involves adjusting to vocational development tasks, occupational transitions, and personal traumas by solving problems that are usually unfamiliar, often ill-defined, and always complex" (p. 51). More than that, Park and Holloway (2003) argue that there is still much more research needed to investigate the relationships between adaptability behavior and employees' job satisfaction. Their results highlight the fact that adaptability contributes to sales performance and job satisfaction. Furthermore, Paulsson et al. (2005) assert that adaptability enhances employees' competencies. In fact, being adaptive and a fast learner becomes the most critical factor that determines a strong performer (Karaevli & Hall, 2006) .
Adaptability is a function of interaction among the worker's personal characteristics that is related to age, the work tasks, and the task environment (Moyers & Coleman, 2004) . According to Moyers & Coleman (2004) , personal characteristics, work tasks, and environments represent occupational challenges especially for older worker's adaptive capacity. Adaptive capacity in that context refers to "whether the worker possesses the behavioral repertoire to act, possesses the ability to modify existing behaviors, or has the ability to produce new behaviors needed for achieving success and relative mastery" (p. 73). One of the personal characteristics is flexibility, that is, how flexible thinking and flexible personality create new ideas and new knowledge. In terms of improvement of flexibility at the individual level, complementary approaches could be used that include: altering the work organization, changing a person's rigid attitudes and developing a person's flexibility. By initiating loosely established boundaries between individual workers and facilitating the climate for them to work together, an organization can create a flexible team comprised of independent individuals. This, in turn, represents an opportunity to explore unstructured or semi-structured problems from different angles. According to Georgsdottir and Getz (2004) , organizations can adopt the following approaches to enhance flexibility: On the individual level of innovator -flexibility to drive innovation can be improved by altering the work organization, changing a person's rigid attitudes and developing a person's flexibility. On the audience level for ideas -flexibility for innovation can be improved through altering the organizational structure, changing managers' rigid attitudes and developing flexibility in management.
The personal flexibility represents a significant part of individual adaptability. However, Tuomi-nen, Rajala, and Moller (2004) examined the organizational adaptability in terms of technology mode, market focus, and organizational design, and link them to the level of innovativeness in industrial manufacturing companies. Their results indicate that the components of organizational adaptability have a strong relationship with the level of innovativeness. The seminal book of Burke, Pierce, and Salas (2006) shows that the adaptability can be achieved on three levels: individual, team, and organization. This study focuses on the individual adaptability that represents the solid base for team and organizational adaptability and is directly affected by the willingness of the individual to interact with other employees, which is also called "knowledge sharing". On the individual level, Pulakos et al. (2006) argued that there is a need for workers to be more adaptable, versatile, and tolerant to do their work tasks efficiently and effectively especially under unexpected and unpredicted environmental changes. This need will be significant as long as change continues in a constant manner. Thus, it can be assumed that the only way of earning new skills and knowledge in a cost-effective manner will be through knowledge sharing. The logic is that knowledge sharing facilitates individual adaptability by providing individuals with new skills and knowledge that fit with the new environmental conditions.
The Link between Knowledge Sharing, Employees' Learning Commitments, Employees' Adaptability, and Employees' Job Satisfaction
It is more likely that employees who learn new knowledge and skills will become more adaptable and responsive to changes in the business environment. Therefore, the stress that is caused by internal or external changes of business conditions which require new skills and knowledge become less likely to occur. Thus, employees will do their job more competently and completely as they successfully transition from their previous rigid skill and mindset to the new model that emphasizes continuous adaptability. However, Kameda & Nakanishi (2003) challenge the wisdom that states "social/cultural learning increase human adaptability through uncertainty reduction". By using various simulation steps, their results indicate that at some point the agent has to switch between costly individual learning by trial and error and free riding or copying other individual behavior.
We argue that employees' confidence and self-efficacy are more likely to be enhanced and increased by increasing knowledge and skills acquisition. Thus, their market value will also be increased within this environment as compared to those organizations with non-knowledge sharing. In this case, employees who are willing to learn or acquire new knowledge have gained the ability to solve semi-structured and unstructured business problems. In turn, employees stay up to date with the latest knowledge and skills that enable them to deal with the continual environmental changes.
Prior research has indicated that when employees are highly satisfied with their job, they are more creative, innovative, and willing to do their job effectively. Whereas, when employees are unsatisfied with their job, their moral and willingness to implement required tasks is very low. Although the current research benefits from prior studies in all its stages, these studies do not make a clear link between knowledge sharing practices and its implications, such as employees' adaptability, employees' learning commitments, and employees' job satisfaction. In addition, the current literature ignores the importance of knowledge sharing in enhancing an employee's continuance learning and adaptability but rather focuses on contextual factors that impact knowledge sharing or facilitating individual knowledge sharing. Therefore, it is logical to deduce that if a continuous learning process has been established, employee adaptability would be guaranteed, and improved employee job satisfaction would be also ensured. From the above discussions, it seems that understanding the relationships between organizational knowledge sharing practices, employees' adaptability, employees' learning behaviors, and employees' job satisfaction is still in its infancy. Therefore, more theoretical and empirical explanations are needed. In fact, it is plausible to assume that organizational knowledge sharing to be considered as a catalyst of a dynamic employees' adaptability, and employees' learning commitments which in turns, increase over all employees' job satisfaction especially under accelerated technological developments and environmental changes, but this logic obviously lack of empirical root. This research tries to fill this void in the literature and make significant contributions to the prior theories of knowledge sharing.
Contributions of this Research
This research contributes to the following domains:
1. In making links between knowledge sharing practices, employees' learning commitments, employees' adaptability, and employees' job satisfaction. To the best of our knowledge, this work has never been done before in a Jordanian manufacturing sector context or even in the Middle East region.
2. In extending some of the theoretical ideas of Becerra-Fernandez (2004) by empirically investigating the validity of these ideas in a manufacturing context in Jordan.
3. In providing solid theoretical arguments that can be easily used as a foundation for empirical studies in different context (i.e. service sector, project team, and community of practice).
4. In expanding extant theories of knowledge sharing in a context that is not well represented in the current literature.
5. In presenting the view point of Jordanian manufacturing managers toward knowledge sharing practices and its implications as there is not abundant research that gathers manufacturing managers' perceptions toward knowledge sharing practices.
Design/Methodology
A positivistic methodology is adopted because of the need for quantitative data to satisfy the objectives of the research and the need for a large sample to carry out the data analysis. In addition, there is a need to examine the hypothesized relationships included in the research model depicted in Figure 1 . The model examines the relationship between organizational knowledge sharing practices [OKS] , employees' learning commitments [ELC] , employees' adaptability [EAD] , and employees' job satisfaction [EJS] . The model is constructed based on similar research models that appear in knowledge sharing literature (Becerra-Fernandez et al., 2004; Law & Ngai, 2008) . The related literature has been reviewed precisely to ensure the inclusion of implications of knowledge sharing practices that have not been investigated by prior studies.
This research intends to explore the relationships between organizational knowledge sharing practices, employees' learning commitments, employees' adaptability, and employees' job satisfaction. In addition, it seeks to find any differences in the evaluation of knowledge sharing practices by Jordanian manufacturing managers that can be attributed to the demographic variables such as: gender, age, and level of education. To collect the relevant data from the target population, a questionnaire survey was constructed based on prior tested and validated instruments in the literature. Minor modifications were done to make prior measures suit the Jordanian manufacturing context. The items for measuring organizational knowledge sharing practices were adapted from Hsu (2008) . Seven items were used to measure organizational knowledge sharing practices. Items for measuring employees learning commitments were adapted from Tsai et al. (2007) .
Figure 1. Research model
Participants were asked to rate the following statements: I am willing to spend extra time taking part in the internal and external training courses provided by the firm; I am eager to learn more specific knowledge and skills to achieve job goals; I believe that all learning opportunities are advantageous to me; I believe that all learning opportunities are advantageous to the firm, and To me, being able to learn constantly is very important. The items for measuring employees' adaptability were adapted from (Ployhart & Bliese, 2006; Pulakos et al. 2000) . Because the employees' adaptability is a multidimensional construct, the following dimensions are considered: Crisis adaptability, Cultural adaptability, Physical work adaptability, Uncertainty adaptability, Creativity adaptability, Interpersonal adaptability, Work-stress adaptability, and Learning adaptability. These dimensions measured by 55 items (7, 5, 9, 9, 5, 7, 5, 9) respectively. The items for measuring employees' job satisfaction were adapted from Vieira (2005) . Each item of the questionnaire was anchored on a scale of 1 to 5 ranging from Strongly Disagree to Strongly Agree. For details see the Appendix.
The questionnaire was originally designed in English and then translated into Arabic. Afterwards, the Arabic version was checked by experts in knowledge sharing domain to ensure there was no loss of meaning during the translation process. High level of validity was ensured through extensive revision by experts and consultation of prior tested and validated instruments. Based on the feedback the researchers received from the reviewers, any question that caused confusion or was deemed potentially difficult to understand was dropped and replaced by new understandable one.
Because the target population of this study is to some extent small, a decision was made to circulate the questionnaire to the entire Listed Manufacturing Companies in Amman Stock Exchange (91 companies). This population was targeted because it represents medium to large size companies which are expected to establish knowledge sharing practices in a wide-scale. In addition, it is expected to represent the industrial sector in general and to be more relevant and clearly reflect the research constructs. The questionnaire was accompanied by a cover letter explaining the research objectives and providing a guideline for completing the questionnaire. Each company in the research population was given three questionnaires, which were delivered to the general manager who was then asked to circulate the questionnaires to those managers that he believed were the most qualified to answer the research questionnaire. In total, 273 questionnaires were circu- From the research model in Figure (1) , the null hypotheses can be derived as shown in Table (1). A cross-sectional data approach was used to test these hypotheses and is generally considered the most appropriate method for investigating this type of phenomenon. The philosophy of a crosssectional approach is to study a particular phenomenon at a particular time. Therefore, there is a need for a large sample to carry out advanced data analysis to ensure the research results are generalizable. A questionnaire was utilized to collect relevant data from the target population. The detailed survey proved to be a good tool for probing the beliefs and attitudes of employees toward knowledge sharing practices and its organizational and individual implications (Du et al. 2007; Hsu, 2008; Yang, 2007 Yang, , 2008 . It is not however such a good method for studying the process of knowledge sharing in an individual organization. Descriptive statistics and advance statistical techniques were used to test the research hypothesis. 
H0:
There is no relationship between organizational knowledge sharing practices and employees' learning commitments.
Employee' Learning commitments Hypothesis 3
H0: There is no relationship between organizational knowledge sharing practices and employees adaptability.
Employees' Adaptability
Hypothesis 4 H0: There is no relationship between organizational knowledge sharing, employees' learning commitments, employees' adaptability and employees' job satisfaction.
Job satisfaction
Hypothesis 5 H0: There is no difference in the knowledge sharing practices evaluation by employees that can be attributed to demographic variables such as, gender, age, and level of education.
Demographic variables

Findings/Results
A reliability test was carried out using Cronbach's alpha, which measures the internal consistency of research constructs. The recommended minimum acceptable limit of reliability -"alpha" -for exploratory study is 0.60 (Hair, Tatham, Black, Babin, & Anderson, 2009 ) The results of α -values for all the research constructs [organizational knowledge sharing practices, employees' learning commitments, employees' adaptability, and employees' job satisfaction] are above the recommended values (See Table 2 ). Thus, it can be concluded that the scale has a high level of internal consistency and reliability which is in line with the recommendation of other scholars (Hsu, 2008) . In other words, the items that are used in the questionnaire measure what they are intended to measure. Results of the Kolmogrov-Smirnov test on this research demonstrate that the answers from respondents are normally distributed (Asymp.sig. 2-tailed< .05), and therefore, the data are valid for further analysis. 
Employees Learning Commitments
.754
Employees Adaptability Dimensions
Number of items Cronbach's Alpha
Crisis adaptability 6 .855
Cultural adaptability 5 .808
Physical work adaptability 9 .651
Uncertainty adaptability 9 .598
Creativity adaptability 5 .813
Interpersonal adaptability 7 .900
Learning adaptability 9 .901
Work stress adaptability 5 .667
Employees' Job satisfaction
13
.683
Descriptive Statistics Results
The first section of the questionnaire collects information about the respondents' background. The research sample (Table 3) . The majority of the respondents (78.1%) are in the age range from 25 to 45, which suggests that they have a considerable amount of knowledge especially since education is compulsory until the end of secondary school. Therefore, it is possible that these respondents will be willing to share their knowledge more than old-age employees. Also, they represent a good source of information to evaluate organizational practices such as their willingness to share knowledge as compared to non-educated employees. The respondents are distributed by education level as follows: 33.1% had less than secondary school, 30% had secondary school; 35% achieved a bachelor's degree, 1.2% earned a graduate (master's degree) and only .6% held a PhD, which indicates that this sample represents highly educated respondents. Descriptive statistics were determined to be most appropriate for testing the first hypothesis (H1).
As it is stated, Jordanian manufacturing companies do not practice organizational knowledge sharing. It is important to test the perceptions of manufacturing managers, and the only way to measure this is through their levels of agreement with the items that relate to the organizational knowledge sharing practices within organizations context. The average response for each of the organizational knowledge sharing practices items is greater than the midpoint (3) of the Likert scale (see Table 4 ). This indicates that the respondents show a high level of agreement since their answers range between agree and strongly agree. In other words, the managers of the Jordanian manufacturing companies believe that their organizations have established a base for organizational knowledge sharing practices. Although all the average items of organizational knowledge sharing practices are above the midpoint, there is one exception in OKS6 (My company offers incentives to encourage knowledge sharing). The explanation for this can be explained as follows: although the manufacturing companies dedicate significant effort to facilitate organizational knowledge sharing practices, they are unwilling to offer incentives to employees as a way to increase employees' willingness to share knowledge. This is because Jordanian manufacturing managers believe that the monetary incentives can create jealousy between employees and will negatively impact knowledge sharing. 
Correlations and Regressions Results
To test hypothesis 2, 3, 4, and 5, a correlation analysis was used to examine the strength of the relationships between independent variables: organizational knowledge sharing practices, employees' learning commitments, employees' adaptability, and the dependent variable: employees' job satisfaction. The correlation analysis allows testing the strength of relationships between several independent variables and one dependent variable, which is the case in this study. Therefore, correlation analysis is the most suitable method for testing research hypothesis numbers (H2, H3, H4, and H5). The results of correlation analysis (see Table 5 ) shows that the relationships between organizational knowledge sharing practices, employees' learning behaviors, employees' adaptability, and employees' job satisfaction are significant on .01 level of significant (PValue=.000 < .01). This indicates that there is a relationship between organizational knowledge sharing practices, employees' learning behaviors, employees' adaptability, and employees' job satisfaction. Thus, further analysis becomes possible to examine the amount of variance in the dependent variable that can be explained by independent variables. *. Correlation is significant at the 0.05 level (2-tailed).
**. Correlation is significant at the 0.01 level (2-tailed).
For hypothesis 2, simple regression was carried out to test the relationship between organizational knowledge sharing practices and employees' learning commitments. The results in Table 6 show that organizational knowledge sharing practices are related to (R=0.185 P< 0.05) employees' learning commitments. This indicates there is a significant positive relationship between organ-izational knowledge sharing and employees' learning commitments. Thus, we reject the null hypothesis that assumed there is no significant relationship between organizational knowledge sharing and employees learning behaviors and we accept the alternative hypothesis. To test hypothesis 3, simple regression was carried out to test the relationship between organizational knowledge sharing practices and employees' adaptability. The results in table (7) show that organizational knowledge sharing practices relate to (R= 0.271 P< 0.05) employees' adaptability. This indicates that there is significant positive relationship between organizational knowledge sharing and employees adaptability. Therefore, we reject the null hypothesis that stated there is no relationship between organizational knowledge sharing and employees' adaptability and we accept the alternative hypothesis. The results in Tables 5, 6 , and 7 that show positive relationships between independent variables and the dependent variable allowed us to use multiple regression analysis to explore further the relationship between the three independent variables "Organizational Knowledge Sharing Practices", "Employees' Learning commitments", "Employees Adaptability", and the dependent variable ("Employees' Job Satisfaction"). The multiple regression analysis shows how much of the variance in the dependent variable can be explained by independent variables. Multiple regressions often use known values of independent variables to predict the value of dependent variable. Table 8 shows that organizational knowledge sharing practices, employees' commitments, and employees' adaptability accounted for nearly (R= .59%) of the total variance in employees' job satisfaction, which is highly significant as indicated by F value, which is less than .05 (F= 27.267, P < .000). An examination of the t-values indicates that organizational knowledge sharing practices, employees' learning commitments, and employees' adaptability were significantly related to employees' job satisfaction (T= 4.331, P-value=.000; T=2.898, P-value =.004; T= 4.158, P-value =.000 respectively). (10) and indicate no sign of a serious problem related to multi-collinearity (Yang, 2007) .
Two statistical tests were performed to test hypothesis H5. First, an independent sample T-Test was used to examine if there are any differences between male and female employees in their evaluation of organizational knowledge sharing practices. Table 9 shows the results of the Levene's test with a P-value and an F value of .039, which is (< 0.05) greater than 0.05. (F is not significant). When the Equal variance is not assumed and the test is not significant, we should assume equal variance. The equal variance line shows that the T value (DF= 158) is (-7.02757 ) and the two tail P-value is (0.483). Therefore, the P-value for a one-tail test is = 0.2415. In this case, T is not significant at the .05 level. This indicates that there are no differences between males and females respondents in terms of the evaluation of organizational knowledge sharing practices in the Jordanian manufacturing context. Table 10 show both tests for age and level of education are not significant (F= 1.954, with P-value= .104 ) and (F= 1.943, with P-value= .106, P > .05). Thus, we accept the null hypothesis that stated there are no differences in the evaluation of organizational knowledge sharing practices by Jordanian manufacturing managers that can be attributed to age or level of education. From the above data analysis a decision can be made toward accepting or rejecting the research hypothesis. Table 11 shows the hypotheses and decision of acceptance or rejection for research hypothesis. 
Null Hypothesis decision
Hypothesis 1
H0:
Jordanian manufacturing companies do not practice knowledge sharing practices.
Rejected Hypothesis 2
H0: There is no relationship between organizational knowledge sharing practices and employees' learning commitments.
Rejected Hypothesis 3
H0: There is no relationship between organizational knowledge sharing practices and employees' adaptability.
Rejected Hypothesis 4
H0: There is no relationship between organizational knowledge sharing practices, employees' learning commitments, employees' adaptability and job satisfaction.
Rejected
Hypothesis 5 H0: There are differences in the evaluation of knowledge sharing practices by employees that can be attributed to demographic variables such as, gender, age, and level of education.
Partially Rejected
Limitations and Practical implications
Although this study has offered valuable insight into extant theories of knowledge sharing, it has some limitations that are common to questionnaire-based studies. First, even though this study focused on the listed manufacturing companies in Amman Stock Exchange, which represent to some extent a homogeneous population, the study did not take the company type and size into consideration. This may limit the generalizability of the results of this study to the listed manufacturing companies in Amman stock Exchange. Second, the stage of knowledge sharing elevates with the time span of organizational life and this study did not gain insight into how long the companies had been practicing knowledge sharing. Third, this study examined the relationship between knowledge sharing practices, employees' learning commitments, employees' adaptability, and employees' job satisfaction. In fact, a mutual relationship between the hypothesized constructs may exist (Becerra-Fernandez et al., 2004) . In the literature, there are definitions for knowledge sharing that vary based on the purpose of research objectives. For validity purposes and to avoid any measurement errors, this study did not try to develop a comprehensive definition for knowledge sharing. Therefore, future research should develop a comprehensive definition to knowledge sharing in order to ensure consistent results regardless of the place and time of the study. Fourth, this study considers knowledge sharing as a broad concept without make a distinction between tacit and explicit knowledge sharing. Thus, we hope future studies will investigate the same research constructs but in a comparative manner between tacit and explicit forms. Fifth, the results of this study indicate there is no difference in the evaluation of organizational knowledge sharing practices in terms of demographic variables such as, gender, age, and level of education. Future research may choose take other organizational variables such as, organizational size, business strategy, organizational structure, task difficulties, and type of environment (stable or dynamic) into account. Sixth, although the manufacturing companies are interested to know more about the results of this study, they refuse to provide the researchers with a list that contains the employees' positions, which would allow follow-up interviews with some of the respondents.
Although this study was challenged by various limitations, it enriches knowledge-sharing literature and sheds light on the importance of knowledge sharing practices as a motivational factor for employees' learning commitments and employees' adaptability, which in turn relates to overall job satisfaction. Practically, this study provides a guide for practitioners on how knowledge sharing practices play a critical role in ensuring a quick and easy adjustment when business circumstances change unexpectedly. It also shows that effective and efficient job satisfaction can be achieved by a greater level of continuous learning and adaptability. In addition, this study draws the attention of Jordanian manufacturing managers toward the importance of ongoing learning processes to cope with environmental uncertainty caused by technological advancements and other cultural, social, political, and economical factors. Manufacturing managers are advised to consider blueprinting an effective training strategy that leverages employees' skills and knowledge on a continual basis. Manufacturing managers also can benefit from the results of this study by reducing employees level of stress, anxiety, turn over, and other similar undesirable factors that result from skill mismatch and job dissatisfaction (Vieira, 2005) . Finally, this study highlights the importance of continuous employees learning and adaptability that is essential for an organization's innovativeness (Tuominen et al., 2004) . It would be interesting to expand and examine the relationship between knowledge sharing, employees learning behavior, employees' adaptability, and organization innovativeness.
Conclusions
Our research makes conceptual, empirical, and managerial contributions to existing theories in knowledge sharing and knowledge management literature. On the conceptual side, we explain and clarify how knowledge sharing practices influence employees' adaptability, employees' learning commitments, and employee' knowledge sharing. We contribute to the conceptualization of knowledge sharing theories by constructing a theoretical model that links knowledge sharing practices, employees' learning commitments, employees' adaptability, and employees' job satisfaction. Unlike prior studies (Du et al. 2007; Hsu, 2008; Kameda & Nakanishi, 2003; Law & Ngai, 2008) , this study makes direct links between knowledge sharing practices, employees' learning commitments, employees' adaptability, and employees' job satisfaction that presumably improve organizational performance. Thus, our research model will be useful for similar research that examines the antecedents of employees' learning commitments, employees' adaptability, and employees' job satisfaction.
Within the empirical dimension, our research findings showed that there is a significant relationship between knowledge sharing practices, employees' learning commitments, employees' adaptability, and employees' job satisfaction. Prior research has argued that knowledge management influences people, processes, products, and organizational performance. However, there is little known about how organizational knowledge sharing practices influence on people, such as em-ployees' learning commitments, employees' adaptability, and employees' job satisfaction. The data analysis indicates that Jordanian manufacturing managers perceived that their companies make use of organizational knowledge sharing practices. This result is in line with the results of (Hsu, 2008) . Interestingly, the managers revealed that their organizations do not provide any monetary rewards for employees to increase their willingness to share their knowledge. This result may be interpreted as an educational issue with the manufacturing managers in this study who are not aware of -or do not believe in -the importance of monetary and non-monetary rewards to facilitate higher levels of knowledge sharing within organizations.
On the managerial side, various practical implications were directly provided and go beyond knowledge sharing practices to influence organization innovativeness. Overall, our data analysis highlights the importance of nurturing knowledge sharing in a manufacturing environment to ensure ongoing learning processes and a high level of adaptability, which in turn increases employee job satisfaction. If improvements in organizational performance are to take place, the interaction between knowledge sharing practices, employees' learning commitments, employees' adaptability, and employees' job satisfaction should be facilitated.
PART 3: employees' learning commitments
This section is concerned with investigating the employees' learning commitments. Please insert an X in the appropriate column. The options range from 1(strongly disagree), 2(disagree), 3(neither disagree nor agree), 4 (agree), and 5 (strongly agree).
Strongly Strongly Disagree Agree
Learning commitment 1 2 3 4 5
Q8
I am willing to spend extra time taking part in the internal and external training courses provided by the firm.
Q9
I am eager to learn more specific knowledge and skills to achieve job goals.
Q10
I believe that all the learning opportunities are advantageous to me. Q11 I believe that all learning opportunities are advantageous to the firm.
Q12
To me, being able to learn constantly is very important.
PART 4: Employees' adaptability
This section is concerned with investigating the employees' adaptability. Employees' adaptability includes the following dimensions (Crises adaptability, Cultural adaptability, physical work adaptability, Uncertainty adaptability, Creativity adaptability, Interpersonal adaptability, Work stress adaptability, and Learning adaptability). Please insert an X in the appropriate column. The options range from 1 (strongly disagree), 2(disagree), 3(neither disagree nor agree), 4 (agree), and 5 (strongly agree).
Strongly Strongly Disagree Agree
Crisis adaptability 1 2 3 4 5 Q13 I am able to maintain focus during emergencies.
Q14
In an emergency situation, I stand aside.
Q15 I think clearly in times of emergency.
Q16
I am able to be objective during emergencies.
Q17
I usually step up and take action during a crisis.
Q18
I make excellent decisions in times of crisis.
Q19
In an emergency situation, I can put aside my emotional feeling to handle important tasks.
Strongly Strongly Disagree Agree
Physical work adaptability 1 2 3 4 5 Q25 I can only work in an orderly environment.
Q26
If my environment is not comfortable (e.g. cleanliness), I cannot perform well. Q27 I would quit my job if it required me to be physically stronger.
Q28
I physically push myself to complete important tasks.
Q29
I can work effectively even when I am tired.
Q30
I cannot work well when it is too hot or cold.
Q31
I keep working even when I am physically exhausted.
Q32
I utilize my muscular strength well.
Q33
I am adept at using my body to complete relevant tasks.
Strongly Strongly Disagree Agree
Cultural adaptability 1 2 3 4 5
Q20
I enjoy learning about cultures other than my own.
Q21
I work well with others from different cultures.
Q22
It is important to me that I respect other cultures. I need things to be "black and white".
Q23
Q35
I become frustrated when things are unpredictable.
Q36 I am able to make effective decisions without all relevant information. Q37 I tend to perform best in stable situations and environments. Q38 When something unexpected happens, I readily change gears in response.
Q39
I can adapt to changing situations.
Q40
I perform well in uncertain situations.
Q41
I easily respond to changing conditions.
Q42
I can adjust my plan to changing conditions.
Strongly Strongly Disagree Agree
Creativity adaptability 1 2 3 4 5
Q43
I am an innovative person.
Q44
I am able to look at problems from a multitude of angles.
Q45
When resources are insufficient, I thrive on developing innovation solutions. Q46 I see connections between seemingly unrelated information. Q47 I am good at developing unique analyses for complex problems.
Strongly Strongly Disagree Agree
Interpersonal adaptability 1 2 3 4 5 Q48
I am an open-minded person in dealing with others.
Q49 I believe it is important to be flexible in dealing with others. Q50 I am perceptive of others and use that knowledge in interactions.
Q51
I try to be flexible when dealing with others.
Q52
I adapt my behavior to get along with others.
Q53 I tend to be able to read others and understand how they are feeling at any particular moment.
Q54
My insights help me to work effectively with others.
Strongly Strongly Disagree Agree
Work stress adaptability 1 2 3 4 5 Q55 I usually over-react to stressful news.
Q56
I feel unequipped to deal with too much stress.
Q57
I am usually stressed when I have a large workload.
Q58 I often cry or get angry when I am under a great deal of stress.
Q59
I am easily rattled when my schedule is too full.
PART 5: Employees' job satisfaction
This section is concerned with investigating employee's job satisfaction. Please insert an X in the appropriate column. The options range from 1 (strongly disagree), 2(disagree), 3(neither disagree nor agree), 4 (agree), and 5 (strongly agree).
Strongly Strongly Disagree Agree
Employees' job satisfaction 1 2 3 4 5
